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Preface

The City of Burlington is in the business of delivering goods and services for

the benefit of its residents and visitors. Some City government products are

tangible , such as snow removal, paved streets, parks/green spaces , and
schools. Other products are more intangible , such as the perception of bei ng
tourist - or family -friendly, progressive, or capable of attracting and retaining
business .

The City and its chief executive, Mayor Miro Weinberger, engaged our

services to assist them in improv ing the design and delivery of their goods

and services thro ugh the lens of diversity, inclusion, and equity. These
practices are business -essential, value -added components that render the
delivery of goods and services more efficient ly with greater customer
satisfaction across all customer groupings. These busines s-essential practices
are not the end points in and of themselves.

The terms fdiversityo, fiinclusion, 0o and
specificity and with frequent misinterpretation. The same holds true for the
nature of our work. ~ We striveto enhance t he Ci tyods abiliti

diversity, inclusion , and equity .
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City of Burlington
Diversity & Equity Strategic Plan

Execut

ive Summary

The City of Burlington Diversity & Equity Strategic Plan seeks to eradicate

institutional and structural racism
City of Burlington. The Pl and s

justice for all is intentionally broad and far

and ethnic -based discrimination

within the

na irsstiutiomalize inclusion, equity , and

impossible to attain. The legacy of overt racism and ethnic -based
discrimination in our co untry restrict s opportunities for people of color and

immigrant and refugee migrants . This legacy also obscures

-reaching, and attim es seems

from view the

economic benefits of am ore multiracial and multiethnic  Vermont and the
multicultural marketplace beyond our state borders

Ver mont Partner s lyielged 83 findongsaradr 3h recommendations

for the plan across four operational spheres: organization, t
collect ion and anal ysis, and community engagement.

raining, data
The implementation

grid outlines three goals, 11 objectives and 49 discrete actions, lead actors ,

and benchmarks. The three goals are

to:

A\ Eliminate race -based disparities across all City departments

A Promote inclu sion and engage

ment of all community members

A\ Eliminate race -based disparities in the greater Burlington community

Mayor Weinbergerds administration
changes if success is to be fully achieved. Mayor Weinberger and his senior
leadership team must demonstrate conspicuously courageous leadership in

their words and actions to inspire

others and to hold one another and

mu st

others

accountable. The senior leadership team must be prepared to expend its hard

earned political capital to achieve the d

esired results.

The 49 discrete actions fall within one of the following categories: policy a

practices enhancement, reorganization

, leadership capacity building,

community engagement, and legislative action (City Council and
Legislature). Twenty -nine (59%) of these actions are new initiatives and
12 months; 12 (24%) involve changes to

should be completed within the first
ongoing recurring practices.

Essential for success is the need for

Departments to work together in

nd

State

conjunction with partners, particularly historically marginalized communities.
compa sses residents from historically

Meaningful community engagement en
marginalized communities who see the

partners in the decision  -making, program

mselves - and are seen as

processes that impact their lives in significant and sustained ways.
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Background

At the Legacy Plan Town M  eeting in May 2010, grassroots community leaders
drew critical attention to the need to address diversity and racial equity in

the Legacy Plan. Subsequent to that dialogue, the Legacy Plan committee
adopted a new sector: Diversity & E quity . Over the past five years
Burlington had made moderate  strides in addressing th e challenges of

sustainability by  adopting values and policies that aim ed to conserve the
natural environment for future generations. Still, ample area of opportunity
remained;sustainability requires modiealsbineans

elevating social, racial , and ethnic equity , among various other points of
diversity, as a lived value and a strategic policy goal.

A truly sustainable community is one in which all members achieve,
participate , and thrive . They necessarily and voluntarily contribute to quality
of life and enjoy economic, social , and other benefits of a prosperous and

resilient community

In the months following the Legacy Plan Town Meeting , agroup of racial
equity stakeholders, the Diversity and Equity Subcommittee, laid out goals

and strategies for achieving racial equity in Burlington. The following year on

May 11 , 2011, Wanda Hines , Social Equity Director  for the City of Burlington,
convened a Unity Retreat with 50 stakeholders (i.e.community leaders, New

Americans, minority business owners) who ultimately identified the need for

a strategic plan to address racial disparities within the City . A newly elected
City Councilor was inspired to introd uce a resolution to advance the strategic
plan idea.

A little more than a year later o nJuly 1 6, 2012, the Burlington City Council
unanimously passed a resolution to create a Diversity, Equity and Inclusion
Committee to Develop a Strategic Plan. The Stra tegic Plan would address
racial and ethnic disparities in the greater Burlington area. Further, it would

serve as a prompt for City leadership to explore the possibility  of creat ing a

commission to provide support for the implementation of this work (See
Appendix, Attachment  A).

Mayor Miro Weinberger appoin  ted 12 people to serve on the A d Hoc
Commit tee (See Appendix, Attachment B). The C ommittee reviewed
information from numerous community outreach efforts that documented

barriers to se rvices and opportunities for communities of color. There were

also new engagement efforts that confirmed the previous findings from the
Legacy Project .

On September 20 , 2013 Mayor Weinberger issued a Request for Proposals to
complete the Citydés Diversity & Equity
Committee. In seeking an external party to complete the Strategic Plan, the

City sought a fresh and informed perspective an d subject matter expertise in
moving forward strategically and effectively to eliminate race - and ethnic -

City of Burlington Diversity & Equity Strategic Plan

Afgreeno t

Strategic

10



based disparities in the Cit,)y2018the@Gitacti ces. On Oc
awarded Vermont Partnership for Fairness & Diversity (Vermont Partnership)

the bid to complete the strategic plan with a signed contract dated November

13, 2013.

This Strategic Plan provides sections on Background, Conceptual Framework,

Methodology, Findings & Recommendations, and Implementation , as well as
data and other information. The Findings & Recommendations are further
subdivided into : Organization, Training, Data Collection and Analysis,

Community Engagement, Findings relative to a proposed Burlington Office of

Equity and Civil Rights  and a proposed Burlington Inclusion and Racial Equity
Commission , and Findings relative to  Early Childhood Education and
Universal Pre -K.

This Strategic Plan contains narrative, data tables, and charts. The
centerpiece of the  Strategic Plan is the grid of recommended goals, actions,
lead actors, and benchmarks. The Findings & Recommendations sections

have been integrated into the Strategic Plan implementation grid. Whereas
the narrative contains a limited number of tables for readability, th e
Appendix contains additional charts, graphics and statistical tables.

In late December 2013 the Office of the Mayor coordinated senior leadership

feedback on a draft of this Strategic Plan and held a working session on the
Strategic Plan for additional comments on January 7 , 2014. Vermont
Partnership received final written and oral comments on the Strategic Plan
from senior leadership on January 15 , 2014 and the members of the Ad Hoc
Committee on February 19 , 2014.

Methodology

Vermont Partnership fiel  ded a three -person team to execute the contract.
The Ma yOfficefpovided access to City Hall, office space in the

Clerk/ Treasurerodos Of fice, as wel | as critical ad
coordinating Departmental visits. = Team members completed the following
activities increating the Ci ty of Burlingtonds Diversity & EQqQ
A\ Interviewed 13 of 17 City government Department Heads a nd some

assistant Department Heads, including extended interviews with Mayor
Wein berger, his Chief of Staff, the Department of Human Resources, and
the Community and Economic Development Office;

A Interviewed community members who participated in the development of
the Draft Diversity & Equity Plan;

A Reviewed relevant City Resolutions, public documents , and the Ad Hoc
_ Diversity & Equity Committee working papers;

ARequested,reviewed ,and analyzed data provOficed by the M
and Department Heads;

City of Burlington Diversity & Equity Strategic Plan 11



A\ Conducted telephone interviews with officials from other cities engaged in
diversity, inclusion , and equity promising practices;

A\ Conducted onlin e research to identify offices/departments/ divisions wi thin
Vermont comparable to the proposed Burlington Office of Equity and Civil
Rights ;

A\ Conducted online research to identify offices/departmen ts/ divisions

nationally and in Canada comparable to the proposed Burlington Office of
Equity and Civil Rights ;

A\ Conducted online research to identify cities that have staff (or other City
representatives) charged with supporting diversity and equity progra ms;

Ve

A\ Audited the City of Burlington www.burlingtonvt.gov website;

A\ Conducted online  search es of select Vermont city websites Ouse of terms
such as Adiversityo, Aequityodo, Ainclusiond, an:

A Attended and critically observed the City -sponsored forum , Working
Together, We Can Do Better: An Intergenerational Community Dialogue on
Racial Justice (October 2 4, 2013) ;

A\ Attended the November 18 , 2013 City Council meeting and met selected
City Council members;

A Solicited and reviewed comments on the final draft of this document from

the City of Burlington Diversity & Equity Ad Hoc Committee (February 1 9,
2014) ; and,
A Completed additional, miscellaneous, project -relevant activities.

Conceptual Framework

Vermont Partnership for Fairness and Diversity operates from a mission and

vision that is fundamentally grounded in the following conceptual framework

It is offered tothe City of Burlington  senior leadership as a way to shape and
inform the findings and recommen dations articulated in this document. The
inclusion of this  framework is necessary to establish a shared understanding

of the issues.

We acknowledge that the ter pos ainddi vieergsuiittyy, 00 afrien c |

often used without specificity and are subject to misinterpretation. These
working definitions are offered as a startingp  oint for creat ing common
understanding and continued, clear , and constructive dialogue relative to the

ProposedCi ty of Burlingtonés Diversity and Equity S

Culture is alearned set of values, beliefs, assumptions , and behaviors
shared by a group of people. For individuals and organization s alike , such
cultural groups may be characterized by race, ethnicity, nationality, regional

or local geography, gender, se X, sexual orientation, age or generation,
educational background, professional background, family structure, socio

and/or economic background, dis/ability, and more. Sub -cultu res exist within

City of Burlington Diversity & Equity Strategic Plan 12
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all cultures. Culture also is traditionally considered distinct from an
individual 6s personal characteristics.

Diversity is a characteristic  describ ing variety in people, places , or things; in
community, it is necessarily a mix of unlike people. No one person or group

can represent diversity, though the subgroups of a larger cultural group
represent diversity within that given group. A single individual who

represents an underrepresented status might not be an accurate descriptor

of diversity, but the mix of that individual along with individuals who

represent other und errepresented statuses and majority statuses would

constitute a diverse group.

Inclusion is representation of, and access afforded to, people - usually
individua |s from underrepresented groups - into a given group, traditionally
constituted of members of a dominant culture.

Equity refers to the balance of resources distributed to individuals or groups
based on what individuals or groups historically and/or currently have or

need. Resources may be economic, political, social , or otherwise. What is
equitab le may not necessarily be equal. Equity stands apart from equality,
which requires even distribution of resources to all.

Applied Social Justice is both a process and a goal. The goal of social
justice is full and equal participation of all social groups i n a society that is
shaped to meet the needs of all. A socially just society is one where the

distribution of resources is equitable and all members are physically and
psychologically safe and secure in their dalil y access to basic human needs.
The applica tion of social justice refe rs to the practice and approach to social
justice 1 specifically, how we identify the social problems that need

remediation, the solutions we consider to be as viable and sustaina ble, and
the methods we choose as appropriate for reaching those solutions. Pa  ulo
Freire (1 970) refers to this process as i pr ax ithe intersection of theory

and practice.

Ongoing dialogue around the terms above as they relate to one another and
other language used in community -based discussions are en  couraged and
expected from the Burlington community

Racial Equity and Institu tional Racism
The City of Burlington Diversity & Equity Strategic Plan seeks to address and
eradicate institutional and structural racism and ethnic -based discrimination
within the City of Burlington. The legacy of overt racism and ethnic -based

discrimination in our co untry , combined with the  current impact of
institutional and structural racism , restrict opportunities for people of color

and immigrant and refugee migrants.
In stitutional racism includes "policies, practices, and procedures that work to
the benefit of white people and to the detriment of people of color, often

unintentionally or  inadvertenty , 6 according to the City

City of Burlington Diversity & Equity Strategic Plan 13
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Civil Rights (CSOCR). An example of institutional racism in City

government could be a job description that places undue emphasis on having
a coll ege degree over work experience, given that people of color
traditionally  face barriers to higher education.

Structural racism is  defi ned as "a history and current reality of institutional
racism across multiple institutions. This combines to create a system that
negatively impacts communities of color ," according to the CSOCR.  For
example, racial inequity in  employment creates inequity in family wealth.
Fewer household resources often means limited housing choices, lack of

access to transportation, and inadequate health care.

Willful avoidance or benign neglect ultimately leads to continued racial

inequity in the City of Burlington. Rac ial inequity is influenced by a number of
different socioeconomic, gender, cultural, language , and perceptual problems
in the workplace that lead to an imbalance of power. Paradigms influenced by
personal convictions further add to the higher rate of chron ic poverty among
racial and ethnic  minorities and influence the wealth gap that exists between
people of color and white s inthe United States

Civil rights laws and remedies have helped to address individual racism  and
ethnic -based discrimination , but they have been less effective on the
underlying systems that maintain racial inequity and the denial of equal
opportunity.  The outcome gaps we see in health, education, unemployment,
poverty rates , and the criminal justice system cannot be explained awaya s
the result of decisions and actions of individuals. The lack of opportunity
based on race or ethnicity emerges from inequity of access and the effects
of institutional racism.

General Observations

Mayor Miro Weinberger has a professional senior leadersh ip team with

similarly -minded concepts and approach  es to public service. The
demographic profile of Depagme6ti Headssncludesama o f
racial or ethnic minority female (6%) and 16 whites (94%) , including 11

males (65%) and  five females (29 %). One assistant Department Head is a
female of Asian descent . Mayor Weinberger appointed seven (41% of the

total) Department Heads as part of his new administration.

The senior management team has reported they grapple with a number of

internal challeng es relative to advocating for diversity, inclusion , and equity
related to race and ethnicity within their work practices. Two members of the

team have substantive experience leading change in these areas a nd in the
broader field of social justice. A protes t last year by students of color led by
New Americans (i.e. refugees, immigrants, asylum seekers) has heightened

senior leadership 6 sawareness and sense of urgency. These events could
account for the over -emphasis by senior leadership on addressing the nee ds
of the foreign -born at the expense of the broader and diverse United States -
born population.

City of Burlington Diversity & Equity Strategic Plan 14

17



When senior leadership were asked t o name thought | eaders 1in
diverse communities, people born in countries other than the United States
accounted for 8% of those identified.

A well -educated, culturally ~ competent workforce is a critical component in the
design and deliv ery of tangible and intangible City goods and services. Yet ,in
comparison with other City Departments , Mayor Weinberger has  only indirect
control over educationa | policy and practice , giventhat the Superintendentis
hired by the autonomous Burlington School B oard.

With the exception of a dramatic spike of individuals between 18 and 24,
Burlingtonbtés popul ation by age il8-28 apikeis y evenly
largely due to students attending area colleges. The population age curve for
Chittenden County and Vermont also has a statistically significant bulge of
individuals aged 48 -66.
Demographics

Persons of African descent have resided in Burlington since the first United

States census taken in 1790. In that first census , persons of African descent

were counted under AAlIl Other Freed Persons. o0 Fu
persons of African descent as fAFreed Colored Per
ANowWwhite, 0 ABl ack, o and most recently #fABl ack or

This d ocument compares population data over the last 60 years with the
simplified | abeling -White DWHiINWIMDt aadi § Nbhe default
appellation for-WhNe¢gr o, dBfidak, 6 and ABl ack or Af

for the 1960 and 1970 censuses , and a Il other races are combined in the 1980
through t he 2010 censuses. The document also compar
of African descent, ot herwise classified as #ABI a
such data was available for all six decades. An analysis of sel ected data from

the United States Census Bureau appears in the Appendix

The consultant team recognizes the unavoidable and undesirable

consequence of Census Bureau demographers and others u sing the label

ANoWhi te. O Such generali z@triaomisalofamrd/s@pronadtemrisc
identities in this way represents a sacrifice to their full identities and reduces

their identities to a neWhit e®@ permpaed oia. e. a fAno
numerically and culturally dominant (White) class. @

For the decades ending in 1980 and 2000, Burlington experienced negative

population growth among White residents whereas Non -Whites experienced
continued growth. For the decades ending in 1990 and 2010, Non -Whites
accounted for 48.9% and 47. 7% owthrdspeeivelg;i t yds popu
Bl ack or African Americans accounted for 12. 2% a

(1) Brown, Malii, "For the Love of Music: A Story of Organizational Culture and Change"
(2013). Capstone Collection.  Paper 2630. http://digitalcollections.sit.edu/c apstones/2630
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growth respectively for the same periods. Black or African Americans
included both native - and foreign -born.

Black or African American City employees are underrepresented relative to

the percentage of Black or African Americans in the general population as
noted in the table below. The same underrepresentation manifests itself for

Asians and Latino/as.

Burlington has always had a reputation as an international city dating back to

the 1950s and 1960s, when nearly a quarter of the population were foreign -
born French Canadians. Foreign  -born individuals dropped from 18% to 4.6%
between 1970 and 1980. A resurgence of foreign -borns manifested between

1990 and 2000 with the establishment of the Vermont Refugee Resettlement
Program (VRRP) . Although the program was established in 1981, the first
wave of Vietnamese refugees did not arrive until 1989.

Comparison of the Percentage s of City Employees
and Racial and Ethnic Minorities
in the General Population in 2010

% of City
City General Empl_oyees
Employees Population relative to
ploy P General
Population
1 White alone 94.6% 88.9% 6%
9 Black or African American alone 1.5% 3.9% -160%
American Indian and Alaska 0 0
Native alone 1.0% 0.3% 70%
9 Asian alone 2.6% 3.6% -38%
 Native Hawaiian and Other 0 0
Pacific Islander alone 0.3% 0.0% 100%
1 Some Other Race alone 0.0% 0.6% --
f Two or More Races 0.0% 2.6% --
9 Hispanic or Latino/a 0.7% 2.7% -286%
Sources: United States Census Bureau & City of Burlington Depart . of Human Resources
Data on Burlingtonés refugee popul ation

resettlement program collects data on a statewide and county basis and not

by city or town. Ergo, at our request, the VRRP staff provided their best

estimate of how many, or what percen tage of, refugees initially relocated to

the City of Burlington. They estimated the City of Burlington received

between 60% and 70% of refugees resettled in Chittenden County. Vermont
Partnership estimated 60% as a conservative benchmark for refugees sent to
the City. The United States Census does not track those with refugee or

City of Burlington Diversity & Equity Strategic Plan 16
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asylee statuses as a separate category. According to the Vermont Refugee
Settlement Program, an individual who enters the United States as a refugee
is considered a refugee for only one year.

City of Burlington
2010 Income, Poverty, and Unemployment by Race

Per Below Unemploy -
Capita Poverty ment rate
Income Level
T White $26,418 22.1% 8.1%
M Black or African American $14,248 46.6% 11.1%
f American Indian and Alaska Native $15,030 15.6% 0%
1 Asian $14,816 38.2% 5.4%
1 Native Hawaiian and Other Pacific -- --
Islander N
i Some Other Race $11,487 38.0% 6.1%
f Two or more Races 56.9% 5.9%
1 Non-White $13,895 48.8% 7.0%
i ;’//\c;r?ifference between White and Non - 5306 221% 88%
ite

Source: United States Census Bureau

Basic popul ation data answers the quantitative ¢
collecting and cataloguing information on gender, race, age, birthplace,

|l anguage, et c. A Whilstohlnsweereqgsestiores prete quality of

l'ife of those who |ive Ahere. o0 Burlingtonbés grow
ethnicities experience the City in vastly different, and often disparate, ways.

According to the 2010 American Community Survey of the United States
Census Bureau, Burlington Non  -White per capita income is 53% of the per

capita income of White residents. Non -White residents live below the poverty
level at a rate that is 221% higher than that of Whites.

Burlington School District data fo rthe 2011 -2012 school year provides
additional insight s on poverty. The following table indicates 89% of all Black

or African American students are eligible for the federal Free or Reduced

Lunch (FRL) program in comparison to 40% for White students . Also, 74% of
Black or African American students who do not receive English Language

Learner Services (ELLS) are eligible for the Free or Reduced Lunch program.
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Burlington School District 2011 -2012
Free and Reduced Lunch Eligible (FRL)
FRL Non-English Languag e Learner Services

By Race
FRL FRL
Eligible Eligible

Non-ELLS
1 White alone 40% 39%
9 Black or African American alone 89% 74%
American Indian and Alaska Native --

alone h
1 Asian alone 76% 54%
{ Two or more races 52% 56%
9 Hispanic or Latino/a of any Race 62% 60%
Source: Burlington School District
While Black or African American students account for 13% of the Burlington

School D i smdemt populatios, they account for 25% and 24% of in -
school and out -of-school suspensions respectively

Findings & Recommendations

This City of Burlington Diversity & Equity Strategic Plan is built on the
premise that people of color, low -income residents , and ethnic groups who
have limited English proficiency are more likely to experience racism, ethnic
based discrimination, underemployment, low education, poor health

outcomes, incarceration , and general loss of opportunity. In addition, these
community member s are more likely to have unsafe living conditions with

less access to public goods and services, r esources , and life opportunities.

The City of Burlington acknowledges that it needs to change the way it does
business in order to address the root causes of inequities. Making the

commitment to advance equity is not about blaming individuals and /or
criticizing their discomfort in addressing racial inequities. Making a

commitment to advance equity incorporates learning about the root causes
of inequities and the social, economic , and physical factors that shape
behaviors. It is about examining deci sions, systems , and policies that can
provide more equitable conditions.

Essential for success is the need for Departments to work together in
conjunction with partners, particularly historically marginalized communities.
Meaningful community engagement encompasses residents from historically
marginalized communities who see themselves - and are seen as - full
partners in the decision  -making, program planning , and policy -making
processes that impact their lives in significant and sustained ways.

Meaning ful community engagement deepens innovative, silo -busting
partnerships by connecting the concerns of communities to the decisions on
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allocat ing local and regional investment dollars. Engagement brings meaning
and relevance to sustainability goals across a broad er spectrum of players ,
which will lead to  a shared vision for a prosperous future.

Equitable public -sector policy and service delivery are first step s toward
developing the tools City employees need to make Burlington a place where

all community citi  zens can achieve, participate , and thrive . Engaged citizens
enjoy the benefits of a prosperous and sustainable economy and enhanced

quality of life.

Based on the conclusions drawn from interviews, data analysis, document
research, and general observation s, Vermont Partnership finds and
recommends the following

I. Organization
A. Findings:

1. Senior leadership intends to address diversity, inclusion , and equity
challenges and benefits  in a comprehensive, coherent, and
collaborative manner

2. Efforts related to  diversity, inclusion , and/or equity  up until now
have been diffused and disjointed and have had limited impact.

3. Concern has been expressed about the lack of attention to
organizational development citywide and how this impacts the
implementation of a dive  rsity and equity strategy.

4. Working knowledge of diversity, inclusion , and equity concepts and
practices are both fragmented and not universally understood.
5. The link between diversity, inclusion , and equity and the  design and

delivery of City services is no t clearly understood
6. Untapped capacity exists to effectively engage constituents of color
and New Americans (i.e. refugees, immigrants, and asylum
seekers).
7. Entrenched external funding has balkanized some City departments,
functions , and programs - leadin g to inefficiencies and overlaps in
services.
8. Some senior leaders report having a difficult time distinguishing
bet ween fAibestodo candidate and fimost qualifie
recruitment of new personnel, thereby challenging diverse hiring.
9. Lackofclarity exists regarding succession plann
after this administration? How will this effort and agenda be

institutionalized in City government?0)
10. The percentage of ethnic and racial minority City employees is
significantly lower than that of m inorities in the City of Bt

general population.

11. The Mayor has only indirect control of educational policies and
practices (the Burlington School District Superintendent is hired by
the autonomous Burlington School Board).
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B. Recommendatio ns:

1. Launch a structured, concerted, internal listening initiative of one

month in length whereby the ideas, successes , and challenges of
City personnel around diversity, inclusion , and equity related to race
and ethnicity may be heard safely and built upon.

2. Train senior leadership on the concepts and practical applications of
diversity, inclusion, and equity related to race and ethnicity in the
promotion and delivery of City services.

3. Adjust the function and responsibilities of the Public Engagement
Specialis t to focus on civic engagement capacity building for
constituents of diverse backgrounds, incorporating the grassroots
support of AmeriCorps members serving the City.

4, Create a ficheat sheet 6 oand tompliinamttandk ey pr ogr a
complaint processes , such that a Il City employees with public
contact become conversant in these programs and processes .
Delivery of this document would be made at a formal meeting with
the nuances of the program and processes explained.

5. Broaden Core Team membership to include in dividuals outside of
City government. The Core Team should include the Mayor, Chief -
of - Staff, C hief Administrative Officer (C AO), City Attorney, H uman
Resources Director, and three persons of color. Non - City employees
would be compensated for time spent on the Core Team.

6. Explore restructuring the relationship between the Community and
Economic Development Office ( CEDO), its multiple sub -
departments , and City government.

7. Examine the effectiveness and efficacy of the fidual allegiance 0
system of governance wit hin some Departments.

8. Transfer the AmeriCorps program from CEDO to the Human
Resources Department  (this Department has as its primary
responsibility the deployment of personnel throughout City

government).
9. Accord the Mayor the power to directly appoint an d supervise the
Superintendent of the Burlington School District. The magnitude and

complexity of this recommend ation merits further comment

New York City, Chicago, and Boston provide substantial precedent

for the Mayor of Burlington to control schools. Currently the Mayor
has control over all other municipal functions. Education is the single
biggest taxpayer expense , and yet the democratically elected chief
executive has only marginal authority.

Alongside the glaring and problematic exception that schools are
independent from  Mayoral control, community members, particularly
ethnic and racial minorities and New Americans, have been

frustrated and outspoken by the lack of progress on issues of socia
climate, diversity, inclusion, and equity. Research indicates a direct
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link between these issues and academic performance and, by

extension, workforce preparedness. These community members,

who represent the fastest growing segment o
popul ation, and their allies attribute the lack of progress over the

last 15 years to resistance from School District leadership.

Al Departments should be under the same fAtent
embarks on along -term initiative to improve the design and

delivery of services by weaving business -essential diversity,

inclusion, and equity practices throughout government.

II.  Training
A. Findings:
1. Of the 660+ City employees , a handful have had formal training in
the areas of workplace diversity, inclusion, and/or equity (AhWe ar e
woefully wuntrained)and unpreparedo
2. Overallt raining coordination and oversight is d ecentralized

irregular , and disjointed . This includes training around diversi ty,
inclusion , and equity concepts and skills related to race and ethnicity
and compliance with civil rights and Equal Employment Opportunity

statutes.
3. Some City employees involved with the We All Belong train -the -
trainer program expressed concern about th eir own competency in
facilitating discussions with colleagues about diversity and inclusion
(AAre we really going to be able to do this
buy into this stuff?0

4. The We all Belong program is better adapted for small, single -
focus ed organizations rather than large complex institutions such as
municipal government  s.

B. Recommendation s:

1. Establish the Human Resources Department as a training hub/
clearinghouse for all City training including training for diversity,
inclusion , and e quity concepts and skills related to race and
ethnicity.

2. For these trainings, establish specific quantitative and qualitative
measures of training success tied to City business objectives and
update them regularly

3. Budget for and hirea  Human Resources Generalist (Training
Specialist) who reports to the Director of Human Resources.

4. Transition the We All Belong program to a product that the City uses
to strengthen single  -issue focused partner organizations.
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Il. Data Collection and Analysis

A. Findings:

1. Critical data to inform diversity, inclusion , and equity efforts related
to race and ethnicity is not currently collected ; there is insufficient

data for establishing baseline and realistic goals.

2. With the exceptio n of the Burlington School District and the Human

Resources Department, City Departments do not routinely
disaggregate data by race and ethnicity.

3. Twelve of 17 (or 71%) of City =~ Departments do not systematically

collect compliments or complaints or disaggre gate this feedback by
race and ethnicity.
4. Five of 17 City Departments have on -line portals for citizen contact,
compliments , or complaints:
a. The Police Departmentds compl aint
feature on a relatively content -dense webpage.

b. The Code Enforcement complaint page link from the Zoning
page produces a fid404 erroro
explanatory language used in the description on the Zoning
page insinuates that the complaint form is to report suspected
code violations.

message.

c. Burlington Int ernational Airport and Parks & Recreation solicit

generic questions and comment s

on their webpage.
d. Compliments or complaints about City services may be
communicated to the City of

Burl i

5. City government ha s insubstantial data on the number or profile of

individuals attending Department -sponsored events.
B. Recommendatio ns:

1. Create aglobal on-line complaint compl iment portal for all
Departments.

port al

ngton

2. Prominently display on each Depart ment s home omebpage

line complaint compl iment link.
3. Maintain for each Department basic demographic information on
people requesting services and to whom services are delivered.

IV. Community Engagement
A. Findings:
1. Community leadership not fully aware of City leadership intentions
to address diversity, inclusion , and equity related to race and

eth nicity issues in a comprehensive, coherent, and collaborative
manner .

City of Burlington Diversity & Equity Strategic Plan
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2. Community members can access i nformation on vacants  eats on
Boards, Commissions , and Committees at
https://  www.burlingtonvt.gov/CityCouncil/

3. Community leaders and community members report frustration at
the apparent lack of  progress on diversity, inclusion , and equity
issues related to race and ethnicity.

4. Underwhelming evidence that diversity, inclusion , and equity

initiative s related to race and ethnicity are linked to a broader vision
for the City.

5. Grassroots community leadership seems uncertain  that Mayor
Weinberger will leverage the full measure of his political capital to

fund and implement a diversity and equity strategic plan related to
race and ethnicity.
6. Community members report feeling powerless to address issues of
actual or perceived misconduct by the Burlington Police Department.
7. Currently 7.5%  (or 3,200) of Burlington residents are ineligible to
vote in local elections due to their status as refugees not yet eligible
for United States citizenship.

B. Recommendatio ns:

1. Co-create a clearinghouse on civic engagement in collaboration with
community or ganizations and thought leaders representing the
Cityds racial and ethnic minority populatio

2. Provide links to the Boards, Commissions, and Committee S vacancy
pages on the City website home page and the landing page for each
City Department.

3. Add a page to http://www.burlingtonvt.gov/CityCouncil/ describing
each Board, Commission , and Committee in detail.

4. Aggressively inform constituents of the role the City Attorney,

Vermont Human Rights Commission , and the Office of the Attorney
General play in the complaint process via multilingual
brochures/posters, on  -line, and public gatherings.

5. Create a Burlington Police Advisory Council with the same scope,
authority , and responsibility as that of the Vermont State Police
Advisory Council.

6. Petition the V ermont legislature to grant City residents who meet a
one -year residency requirement the right to vote in local Burlington -
area elections . City Council would n  eed to pass a resolution to that
effect prior to petitioning the Legislature. This precedent -setting
action could be a stand  -alone effort or a collaborative effort with
surrounding municipalities . As an interim step , City Council should
extend eligibility requirements to serve on City Boards,

Commission s, and Committee s to City residents who meet a on e-
year residency requirement regardless of citizenship status
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V. Proposed Burlington Office of Equity and Civil Rights and
Burlington Inclusion and Racial Equity Commission

A. Findings:

After a national search of towns and cities of similar size and

com position to the City of Burlington, Vermont Partnership did not

identify any that created offices of equity, diversity , or civil rights. In

addition, Vermont Partnership found no related commissions for larger

cities in other states such as Missoula, Monta  na; Spokane, Washington;

New Haven, Connecticut; Concord, New Hampshire; and Northampton,

Massachusetts. Also, n o towns in Vermont had embarked on such an

endeavor. Thfeisnedifinngpsn0 ar e considered an i mpor |
though their significance is not yet clear.

Our research for promising practices with the potential for

institutional izing equity practices led us to the following cities: Portland,

Maine; Omaha, Nebraska; Seattle, Washington; Eugene, Oregon; and

Toronto, Canada. Vermont Partnership pref ers the term Apromising
practiceso over the term fAibest practiceso giyv
conditions, human and material resources, and political realities are

di fferent for each city. What might be fibestod
for another

Oursear ch o f-f i ndnangfdings ledustothe identification of

the following promising practices:

1. Institutionalization  of equity practices within decision -making
protocols .

2. Clear differentiation  within government  between reactive
operational proced ures and proactive ones.

3. Clear differentiation ~ within government  between functions that
disseminate information to citizens and those that engage citizen

advocacy.
4. Strategic positioning of the proposed Diversity/Equity Office
within the City organizational chart to show a direct reporting

relationship with Leadership and other core offices (i.e., Finance,
Human Resources, etc.).
5. Establishment of offices specific to points of diversity
represent ing significant c ity demographics not  necessarily
reflected in  numbers (e.g. persons wtih disabilities, LGBTQ, etc.)
6. Intentiona-i ndof of di m@ gu agtheongeihgevant t o
practice of diversity, inclusion, and eq uity throughout City
website language and presentation

City of Burlington Diversity & Equity Strategic Plan 24



B. Recommendatio ns:

In spite of thesefind i ngs and immMdamgs, 6 Ver mont
recommends that the City of Burlington reconsider the creation of the
proposed Office of Equity and Civil Rights for the following reasons:

1. Dissemination of useful information to residents is the present
critic al challenge for the City of Burlington ; both the City of
Burlington and the State of Vermont already have mechanisms in
place to receive, investigate, and resolve civil rights complaints.

2. Implementation of the City of Burlington Diversity & Equity Strateg
Plan will weave the necessary concepts and skills related to racial -
and ethnic -based social justice and equity throughout the
g o v e r n mehaih 6f sommand.

3. City government is in the business of delivering goods and services.
Effective diversity, inclu  sion, and equity practices are business -
essential, value -added components that render the organization and
delivery of these goods and services more efficient with greater
customer satisfaction across all customer groupings.

4. An unintentional and real, pote ntial consequence in the
establishment of such an office may be an apparent pardon for less

Partners

ic

than conspicuous, courageous leadership of racial - and ethnic -based

social justice and equity matters on the part of Mayor Weinberger
and senior | eadibasbhspthe. gesfionsi b
Equity & Civil Rights or the Inclusion and Racial Equity
Commi ssion. 0) .
5. Effective training of City Council members on the practical
applications of diversity, inclusion, and equity related to race and
ethnicity in  the delivery of City services would e nhanc e the
impression the Weinberger administration has made it a high
priority.

6. Acost-benefit analysis of MayglikelyiwWehomber ger 6s

more value to his management of the practical applications of
divers ity, inclusion, and equity related to race and ethnicity within
his administration than growing City bureaucracy and managing
another department or office.

In lieu of the propose  d Burlington Inclusion and Racial Equity
Commission , Vermont Partnership prop  oses the City undertake the
following actions:

1. Mayor Weinberger should choose at least half of his Core Team
members from the greater Burlington area communities of color,
including both U.S. and otherwise -born residents. This team will
ensure that all Mayoral decisions, and by extension all Department
Head decisions, are vetted through an Equity Lens similar to that
used by the Office of Equity, Diversity and Human Rights in the City

City of Burlington Diversity & Equity Strategic Plan
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of Toronto, Canada. The Equity Lens includes the following guiding
que stions:

a. Have you determined if there are barriers faced by diverse
groups? Which groups or populations? What is the impact of the
policy/program  on diverse groups?

b. How did you reduce or remove the barriers? What changes have
you made to the policy/program /service so that diverse groups
will benefit from it? What human and budgetary resources have
been identified or allocated?

c. How will you measure the results of the policy/program to see if
it works to successfully remove barriers or create opportunities
for diverse groups/populations ?

2. Assess City Council understanding of the concepts and practical
applications of diversity, inclusion, and equity related to race and
ethnicity and the promotion and delivery of City services.

3. Urge City Council to create afi ve-member committee that includes
at least three members of color to explore and recommend courses

of action relative to the question, fAHow do
progress on diversity, inclusion , and equity related to race and
ethnicity when the administr ation changes?0 The question
changes in the Mayordés Office as well as Ci
Implementation Grid

In ordert o implement the abovementioned recommendations of the City of

Burlington Diversity & Equity Strategic Plan , Vermont Partnership  propo ses

the following plan. Th is implementation plan outlines th ree goals , 11

objectives and 49 discrete actions, lead actors , and benchmarks. These

elements, organized by goal, appear in the grid below for examination. The
three goals are

A Eliminate rac e-based disparities across all City Departments
A\ Promote inclusion and engagement of all community members
A\ Eliminate race -based disparities in the greater Burlington community

Mayor Wei nber ger 6s mastbethenpringaty forcd driving these
changes if success is to be fully achieved. Mayor Weinberger and his senior
leadership team must demonstrate conspicuously courageous leadership in

their words and actions to inspire others and to hold one another an d others
accountable . The senior leadership team must be prepared to ex pend its hard
earned political capital  to achieve the desired results.

The 49 discrete actions fall within one of the following categories: policy and
practices enhancement, reorgani zation , leadership capacity building,
community engagement, and legislative action (City Council and State
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Legislature). Twenty -nine ( 29) or 59% of these actions are new initiatives
and should be completed within the first 12 months; 12 (24%) involve
changes to ongoing  recurring practices

Essential for success is the need for Departments to work together in

conjunction with partners, particularly historically marginalized communities.
Meaningful community engagement encompasses residents from histor ically
marginalized communities who see themselves - and are seenas - full
partners in the decision  -making, program planning , and policy -making
processes that impact their lives in significant and sustained ways.

City of Burlington Diversity & Equity Strategic Plan
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Goal 1: Eliminate race  -based disparities across all City Departments.

Objective Actions Leads Benchmarks
1. City leadership sets direction and a) City leadership highlights equity and inclusion goals Mayor State of the City, City
charts a clear course, establishing as top City priorities, and speaks to them often. Council meetings,
high expectations. Department Head
me etings, public
presence at community
events, etc.
b) Establish Core Teamto provide implementation, Mayor Core Team operational
monitoring , and evaluation oversight of the strategic within 30 days of
plan. strategic plan adoption;
members include Mayor,
CAO, HR Director, Chief
of Staff, City Attorney
and three persons of
color (non -City
employees to be
compensated for their
time).
c) City Council members, Core Team, and Department Mayor First training within 45
Heads receive mandatory executive level diversity, days of strategic plan
inclusion, and equity training. Training to include Core adoption; training of new
concepts and practical applications of diversity, Team senior leadership and
inclusion, and equity related to race and ethnicity in ) refresher course to take
the promotion and delivery of City services glc%ncil place annually; coaching

City of Burlington Diversity & Equity Strategic Plan
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Goal 1: Eliminate race  -based disparities across all City Departments.
Objective Actions Leads Benchmarks

d) City Council members, Core Team, and Department Mayor First training within 60
Heads receive mandatory executive level EEO and days of strategic plan
civil rights training. City adoption; training of new

Attorney senior leadership and
refresher coursetot ake
place annually; coaching
available as needed

e) Launch a structured, concerted, internal listening Mayor Listening tour completed
initiative of one month in length whereby the ideas, 30 days after adoption of
successes , and challenges of City personnel around Core strategic plan.
diversity, inclusion , and equity related to race and Team
ethnicity may be heard within the context of safe
conversations, and built upon.

f)  Adjust the function and responsibilities of the Public Mayor Revised job description
Engagement Specialist to focus on civic engagement completed within 90 days
capacity building for constituents of diverse Core of adoption of strategic
backgrounds, especially with the grassroots support Team plan.
of AmeriCorps members serving the City.

CEDO

Dept.

Head

City of Burlington Diversity & Equity Strategic Plan
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Goal 1: Eliminate race  -based disparities across all City Departments.
Objective Actions Leads Benchmarks

g) Restructure the relationship between CEDO, its Mayor Completed within nine
multiple sub -departments , and City Government. months of strategic plan

Core adoption.
Team

Dept.

Heads

h) Convene a study group to examine how the State of Mayor Study ¢ ompleted within
Vermont made the transition from a Commissioner of . nine months of strategic
Education appointed by the State Board of Education City _ plan adoption.
to a Secretary of Education appointed directly by the Council
Governor as well as similar actions by New York C ity,

Chicago , and Boston ; recommend process with end School
result thatthe Mayor appoints the ~ Superint endentof  Board
the Burlington School District.

) Create asmheréeadt outl i ni ngank ey Core Department specific
compliment and complaint processes such that all Team Acheat sheeto
City employees with public contact become within 30 days of
conversant in these programs and processes. The Dept. strategic plan adoption;

Heads

delivery of such a document would be made at a
formal meeting with the nuances of program and
processes are explained.

City of Burlington Diversity & Equity Strategic Plan
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Goal 1: Eliminate race  -based disparities across all City Departments.
Objective Actions Leads Benchmarks
i) The City budget reflects a sustained commitment to Mayor FY15 budget contains
support diversity and equity goals, will be assessed line items that reflect
with an equity lens, and will provide funding for: these initiatives and
A Human Resources Generalist (Training Specialist) priorities; tools are
A Ciempjoyee diversity and equity training developed to measure
A I ntergewiees er equity in budget.
A Data collection and analy:
A Core Team
A Other resources as identi
2. City | eadership collects and analyzes a) Department Heads identify, monitor , and track Core Department specific
data to track progress and hold all inequities within their Departments. Department Team plans initiated within 45
City employees accountable for Heads include action steps to address inequities in days of strategic plan
performance and contribution toward Departmental strategic plans. Dept. adoption; built in to
diversity, inclusion, and equity goals. Heads performance reviews.
b) Create a global on -line complaint -compli ment portal Chief-of- Complaint -compl iment
for all Departments Staff portal link displayed
prominently on each
Core Departmentds h
Team

City of Burlington Diversity & Equity Strategic Plan

webpage within 45 days
of strategic plan
adoption .

32




Goal 1: Eliminate race  -based disparities across all City Departments.

City of Burlington Diversity & Equity Strategic Plan

Objective Actions Leads Benchmarks
c) Each Department maintain s basic demographic Core Department specific plans
information on those requesting services and those Team initiated within 45 days of
to whom services are delivered strategic plan adoption
Dept. performance .
Heads
3. City leadership initiates a coherent, a) Establish the Human Resources Department as a Mayor Human Resources
comprehensive training and training hub/clearinghouse for all City training assumes full training
professional development plan including training for diversity, inclusion , and equity Core responsibilities within 30
related to diversity, inclusion, and concepts and skills related to race and ethnicity. Team days of strategic plan
equity . adoption.
b) Establish specific, quantitative and qualitative, and HR Dept. Measures are available
regularly -updated measures of training success tied before each training.
to City business objectives.
c) City Council members, Core Team, and Department Mayor First training within 45
Heads receive mandatory executive level diversity, days of strategic plan
inclusion, and equity training. Training to include HR Dept.  adoption; training of new
concepts and practical applications of diversity, senior leadership and
inclusion , and equity related to race and ethnicity in Core refresher course to take
the promotion and delivery of City services Team place annually; coaching
Ci available as needed.
ity
Council
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Goal 1: Eliminate race  -based disparities across all City Departments.
Objective Actions Leads Benchmarks

d) City Council members, Core Team, and Department Mayor First training within 60
Heads receive mandatory executive level EEO and days of strategic plan
civil rights training. HR Dept .  adoption; training of new

) senior leadership and
City refresher course to take
AUOrNeY  hiace annually; coaching

available as needed.

e) Budget for and hirea Human Resources Generalist Mayor FY15 budget contains
(Senior Training Specialist ) who reports to the line item that reflects this
Director of Human Resources HR Dept. priority.

CAO

f) Transitionthe We All Belong program to a product HR Dept. Completed within 30
that the City uses to strengthen largely single -issue days of strategic plan
focused partner organizations Core adoption.

Team
4. City workforce refle a) HR will provide a report outlining demographics of HR Dept.  Annually assess
diverse population and values and new hires, promotions , and turnover , thus demographics of City
demonstrates a commitment to highlighting areas of workforce .
diversity and equity in their work for underutilization/underrepresentation
the City.

b) Each Department ,including t he Mayor &s Core Dept. -specific strategies in
works in conjunction with City HR Dept., develops Team place within 90 days of
strategies to address underutilization , demonstrating plan adoption ; built in to
commitment to equal employment opportunity and HR Dept.  performance review

nondiscrimination policies
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Goal 1: Eliminate race  -based disparities across all City Departments.

Objective Actions Leads Benchmarks

C) Every hiring decision, including Mayoral Core Progress assessed and
appointments, goes through an assessment to Team reported on every six
determine that underutilized populations, months .
particularly ethnically diverse populations, are at HR Dept.
least proportionally represented at all positional
levels in the City 6 svorkforce .

d The Cityés commitment to di v HRDept Documentation of tutorial
clearly communicated during new employee will be kept in personnel
orientation , and all ¢ urrent and new employees are CAO files .
required to complete on  -line diversity tutorial

e) All employees are evaluated, during the annual HR Dept. Documented in
performance evaluation process, on the outcomes of performance evaluations
recruitment, retention  , and promotion efforts, CAO
making program changes where desirable or
necessary.

f)  Existing policies and procedures will be reviewed and HR Dept.  Scheduled along with
updated on an ongoing basis. biennial policy review.

CAO
City
Attorney
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Goal 1: Eliminate race  -based disparities across all City Departments.
Objective Actions Leads Benchmarks

g) Transfer the AmeriCorps program from CEDO to HR Dept.  Transfer completed
Human Resources Department within 90 days of

CEDO strategic plan adoption.
5. Mayoral appointments to City Boards a) Assess demographics of all City Boards and CIT Report made to City
and Commissions, Regional Boards , Commissions, Regional Boards , and Miscellaneous Office Council in March.
and Miscellaneous Bodies reflect Bodies annually.
diversity of community.

b) Actively recruit a more diverse applicant pool for all City City Council policy
vacancies to serve on  Boards and Commissions. Council statement.

c) Provide trainingto  Commissions and Boards on HR Dept.  Annual fall training date
implicit bias relative to City priority for diversity, announced 90 days after
inclusion , and equity. CIT strategic plan adoption.

Office

d) Messaging on each City or City  -sponsored web page CIT Reviewed and updated as
encouraging diverse pool of applicants. Office scheduled.

e) Train thought leaders in the art and science of civic HR Dept.  Training cycle established
engagement. and initiated within 60

CEDO days of strategic plan
adoption.

f) Postupcoming Board and Commission vacancies HR Dept. Reviewed and updated
line nine months in advance of vacancy

CIT
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Office

Goal 1: Eliminate race  -based disparities across all City D epartments.
Obijective Actions Leads Benchmarks
g) Postupcoming Boardand Commission vacancies to HR Dept.  Reviewed and updated as
thought leader e -mail group for reposting to their scheduled .
constituents CEDO
6. Strengthen community oversight of a) Fill the next two Burlington Police Commission Mayor Mayoral appointments
the Burlington Police Department vacancies from a candidate pool of Burlington _ announced.
residents of color City
Attorney
City
Council
b) Revise Burlington Police Commission mandate to City Revision completed and
include statutory language and operational Attorney adopted within nine
procedures that parallels those of the State Police _ months of strategic plan
Advisory Council. City adoption .
Council
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Goal 2: Promote inclusion and engagement of all community members.

Objective Actions Leads Benchmarks
1. Each City Department conducts a) Establish City -wide guidelines and principles to Dept. Effectiveness evaluated
outreach to City residents, including ensure that outreach and services are inclusive and Heads & and updated annually
the under -represented and under - reach diverse under -represented and under -served CEDO with community input
served, and delivers inclusive and populations.
equitable services
b) Train each Department in promising practices for HR Dept. Monthly reports  indicate
meaningful community engagement the effectiveness of
Dept. outreach and the
Heads provision of inclusive,
equitable services.
CEDO
c) Provide key service information to diverse CIT Community resources
populations in print and on the City 0 svebsite in the Office will be checked and
most popular languages refreshed annually
CEDO
d) Each Department will identify the most critical Dept. Information for
information that needs to be translated and Heads translation transmitted
interpreters will be compensated for services. to translators within 45
cIT days of strategic plan
Office adoption.
CEDO
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Goal 2: Promote inclusion and engagement of all community members.
Objective Actions Leads Benchmarks
2. Public engagement includes outreach a) ldentify projects that require public input for Dept. Effectiveness evaluated
to underrepresented and under - targeted public engagement, including budgeting for Heads and updated annually
served populations. interpreters and supports for attendance at public with community input
meetings. CEDO
3. Ctycontracts reflect a) Provide training to the CAO and Department CAO Training completed
commitment to diversity and equity. purchasing authorities on implicit bias in promoting within 90 days of
business opportunities to racial or ethnic minority Dept. strategic plan adoption.
owned businesses purchasi
ng
aut horiti
es
b) Expand notification of new business or grant CAO Update notification list
opportunities to include racial or ethnic minority - within 30 days of
owned businesses and organizations Dept. strategic plan adoption.
purchasi
ng
authoriti
es
c) Require all new City contracts and grants made with CAO Policy in place within 30
businesses and organizations contain an anti - days of strategic plan
discrimination policy to be on file with the City. If Dept.  adoption.
such a policy does not exist, the City wil | ask that purchasi
one be created before entering into a contract or ng
grant with the other party that includes at least the authoriti
es

following protected classes: race, color, sex, age,
national origin, religion, ancestry, place of birth,
sexual orientation, gender identity , physical or
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mental condition
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Goal 2: Promote inclusion and engagement of all community members.

Objective Actions Leads Benchmarks
4. Train core leadership of non -native a) Determine lang uage, frequency , and location of CEDO Training plan initiated
English spe akers on City services and trainings in consultation with the Public Engagement within 45 days of
City -sponsored civic engagement Specialist and large ly underrepresented populations cIT strategic plan adoption.
opportunities ; training conducted in Office
selected foreign languages
b) Prepare short 1 -2 page booklet on City services in CEDO Booklet published  within
main spoken languages 90 days of strategic plan
cIT adoption.
Office
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Goal 3: Eliminate race - based disparities in the greater Burlington community.

Objective Actions Lead Benchmarks

1. Establish guidelines for partner a) Stakeholder group convened by the City creates CAO Partner organizations,
organizations, agencies , and guidelines to promote equity and inclusion in partner agencies, and
departments receiving funds and organizations, agencies, and departments. CEDO departments are
support from the City to meet evaluated annually to
diversity , inclusion, and equity goals. determine future funding

and support .
b) Promote We All Be long as atool to strengthen CEDO Partner organizations
largely single -issue focused partner organizations report use of  We All
Belong.

2. City promotes organizations, a) Give special recognition at City events and online. Mayor Annual review of press
agencies , and departments making releases and City -
notable progress in achieving equity. CEDO sponsored events.

Dept.
Heads
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Implementation Grid Summary & Chronology

10

11

12

Goal 1: Eliminate race  -based disparities across all City D epartments

1. City leadership sets direction and charts a clear course, establishing
high expectations

a) City leadership highlights equity and inclusion goals

b) Establish Core Teamto provide oversight of the strategic plan

c¢) City Council members, Core Team, and Department Heads receive mandatory
executive level diversity, inclusion, and equity training

d) City Council members, Core Team, and Department Heads receive mandatory
executive level EEO and civil rights training

e) Launch a structured, concerted, internal listening initiative

f) Adjust the function and responsibilities of the Public Engagement Specialist

g) Restructure the relationship between CEDO, its multiple sub -departments , and
City Government

o o[ 30| Bo| o/ Do| Do
To|Io(3o|  Bo| | |2

h) Convene a study group to examine transition to  Mayoral appointment of the
Superintendent of schools

)Create a Acheat sheetgd aonst | icmimpdg i knentprond

j) City budget reflects a sustained commitment to diversity and equity goals

To| o
To| o

2. City leadership collects and analyzes data to track progress and hold
all City employees accountable for performance and contribution
toward diversity, inclusion, and equity goals.

a) Department  Heads identify, monitor and track inequities

b) Create a global on -line complaint -compli ment portal for all ~ Departments

c) Each Department maintain s basic demographic information

Too| 30| 3>
Too| 30| 3>

3. City leadership initiates a coherent, comprehensive training and pro -
fessional development plan related to diversity, inclusion, and equity

a) Establish the Human Resources Department as a training hub/ clearinghouse

b) Establish specific, quantitative and qualitative, and regularly -updated
measures of training success tied to City business objectives

To| o

c¢) City Council members, Core Team, and Department Heads receive mandatory
executive level diversity, inclusion, and equity trainin g
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10

11
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Goal 1: Eliminate race  -based disparities across all City D epartments

d) City Council members, Core Team, and Department Heads receive mandatory
executive level EEO and civil rights training

e) Budget for and hirea Human Resources Generalist (  Senior Training Specialist )

f) Transitionthe We All Belong program to a product  for partner organizations

To|o| Do

4. City workforce reflects the Citybs dive
demonstrates a commitment to diversity and equity in their work

a) HR will provide a report outlining demographics of new hires, promotions , and
turnover , thus highlighting areas of underutilization/underrepresentation

b)Each Depart ment, including the Mayor ds Of fi
HR Dept., develops strategies to address underutilization , demonstrating
commitment to equal employment opportunity and nondiscrimination policies

c) Every hiring decision, including Mayora | appointments, goes through an
assessment to determine that underutil ized populations  are proportionally
represented

ddThe Citybés commitment t gisdearlyeomsunicayed during e q
new employee orientation , and all ¢ urrent and new employees are required to
complete on -line diversity tutorial

e) All employees are evaluated, during the annual performance evaluation
process, on the outcomes of recruitment, retention , and promotion efforts,
making program changes where desirable or necessary

f) Policies and procedures will be reviewed and updated on an ongoing basis

g) Transfer the AmeriCorps program from C EDO to Human Resources Dept

To| 2o
Too| 20
Too| 2

5. Mayoral appointments to City Boards and Commissions, Regional
Boards , and Miscellaneous Bodies reflect diversity of community

a) Assess demographics of all City Boards and Commissions, Regional Boards é

b) Actively recruit a more diverse applica

c) Provide training to Commissionsand Boards on implicit bia

d) Messaging on web pages encouraging diverse pool of applicants

e) Train thought leaders in the art and science of civic engagement

f) Post upcoming Board/ Commission vacancies on -line nine months in advance

g) Postupcoming Board /C ommission vacancies to thought leader e -mail group

Too| 30 30| 3| | Do| 3>

To| Do (Do ||
Too| To| To| 0| 0| 0| 20
To| o [ o| |32
Too| Jo| 3o [ 3| |2

To| o || |

Too| Too| Too| 0| 0| 20
Too| 0| | 3| 0| 2
To| To| To| 0| 20| 20

oo (3| >

Too| 0| 0| 20| |2

To| o || |
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for reposting to their constituents

10

11

12

Goal 1: Eliminate race  -based disparities across all City D epartments

6. Strengthen community oversight of the Burlington Police Department

a) Fill the next two Burlington Police Commission vacan cies w/ residents of color

b) Revise Burlington Police Commission mandate to include statutory language
and operational procedures that parallels those of the State Police Advisory
Council

Goal 2: Promote inclusion and engagement of all community member s

1. Each City = Department conducts outreach to City residents, including
the under -represented and under -served, and delivers inclusive and
equitable services

To
T

a) Establish City -wide guidelines/ princip les to ensure that outreach/ services are
inclusive and reach diverse under -represented and under  -served populations

b) Train each Department in promising practices for community engagement

c) Provide key service information to diverse populations in print and on the
City 6 svebsite in the most popular languages

To| T

d) Each Department will identify the most critical information that needs to be
translated , and interpreters will be compensated for services

p SIS SIS
To|  Do|De| 3>

2. Public engagement includ es outreach to underrepresented and under -
served populations

a) ldentify projects that require public input for targeted public engagement,
including budgeting for interpreters and supports for attendance at public
meetings

3. City contracts reflect the Cityds commi

a) Provide training to the CAO and Department purchasing authorities on implicit
bias in promoting business opportunities to racial or ethnic minority -owned
businesses

b) Expand notification of new business or grant opportunities to include racial or
ethnic minority -owned businesses and organizat  ions (update natification list)

c) Require all new City contracts and grants made with businesses and
organizations contain an anti -discrimination policy to be on file with the City
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10
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Goal 2: Promote inclusion and engagement of all community members

4. Train core leadership of non -native English speakers on City services
and City -sponsored civic engagement opportunities; training
conducted in selected foreign languages .

a) Determine lang uage, frequency , and location of trainings in consultation with
the Public Engagement Specialist and large underrepresented populations

b) Prepare short 1 -2 page booklet on City services in main spoken languages

Goal 3: Elimina  te race -based disparities in greater B urlington

1. Establish guidelines for partner organizations, agencies , and
departments receiving funds and support from the City to meet
diversity, inclusion, and equity goals

a) Stakeholder group convened by the City creates guidelines to promote equity
and inclusion in partner organizations, agencies, and departments

b) Promote We All Belong as atool to strengthen largely single -issue focused
partner organizations

2. City promotes organizations, agencies , and departments making
notable progress in achieving equity

a) Give special recognition at City events and online
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ATTACHMENT A

O XN N D W N -

' RS oL i rors
. ° T
Resolution Relating to e —— L

Introduced: 07/16/12

Referred to:

FORMATION OF A DIVERSITY, EQUITY AND INCLUSION

COMMITTEE TO DEVELOP A STRATEGIC PLAN Action: __amended; adopted
Date: 07/16/12

Signed by Mayor: 07/16/12

CITY OF BURLINGTON

In:theiyear Two Thousand TWEIVE ..cemvumesssmsasvmms s s TS neommmee s st s
Resolved by the City Council of the City of Burlington, as follows:

That WHEREAS, the City Council, by resolution on September 26, 2011, affirmed its unanimous
support for the development of a measurable action-oriented Diversity and Equity Strategic Plan; and

WHEREAS, the City of Burlington has been fortunate enough to see its population shift over the
last twenty years to represent various cultural and ethnic backgrounds, and reflecting more the
multicultural nature of the rest of the country; and

WHEREAS, this City Council values equity and diversity, and knows our greatest strength is
realized as a multicultural and inclusive community; and

WHEREAS, legislation reforms such as the Civil Rights Act of 1964 have been adopted
banning discrimination because of a person's color, race, national origin, religion, or sex and have
supported progress towards racial and social justice; and

WHEREAS, the Diversity and Equity goals of the Burlington Legacy Project envision a city
where racial and social disparities have been eliminated and equity and inclusiveness achieved; and
recognizes that we cannot simply affirm our support, we must take action; and

WHEREAS, the ECOS Project, the planning process of the Chittenden County Regional
Planning Commission, underscores the importance of diversity, equity and inclusion in all sectors of the
county in order to achieve a healthy, inclusive and prosperous community; and

WHEREAS, racial and social disparities nevertheless continue to exist across key indicators of
success in Burlington, including health, education, employment, the criminal justice system, housing,
transportation, the environment, and the economy;

NOW, THEREFORE, BE IT RESOLVED that the City Council declares racism unjust,
advocates equal rights and opportunity for all, and affirms the City's commitment to equity, diversity and

inclusion; and
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FORMATION OF A DIVERSITY, EQUITY AND

Resolution Relating to INCLUSION COMMITTEE TO DEVELOP A
STRATEGIC PLAN

BE IT FURTHER RESOLVED that the City Council affirms its commitment to removing
barriers and eliminating discrimination in all aspects of City government; and
BE IT FURTHER RESOLVED that the Administration shall appoint a Diversity and Equity Ad
Hoc Committee in consultation with the co-sponsors of this resolution to develop the City of Burlington’s
Strategic Plan for Diversity and Equity; and
BE IT FURTHER RESOLVED that this committee shall function as a working group of
between 8-12 people, and will be charged to complete the following tasks and projects: (I)research
municipal best practices and models;(2) research and evaluate efforts and initiatives by the City of
Burlington, or which the City of Burlington is part, that address diversity and equity to date including but
not limited to the Social Equity Investment Project, We All Belong, the Legacy Project and ECOS;: (3) in
consultation with the City Council charter change committee, consider and report on the possibility for
creation of a City Commission on Diversity, Equity and Inclusion: (4)develop an action-oriented City of
Burlington Strategic Plan for Diversity and Equity to include anticipated budget impact, benchmarks and
a timetable; and
BE IT FURTHER RESOLVED that the Mayor shall appoint individuals representing the
following groups: (1) individuals who have a strong background in social justice and equity, (2)
stakeholders from diverse communities, (3) representatives from cultural and community organizations
including the United Way of Chittenden County, (4) representatives from the Administration and City
Council, (5) the City’s Human Resources Director and the City's CEDO Director, and (6) members from
the business community, (7) a representative from the City employees Union (8) a representative from the
Burlington School District; and (9) one youth representative; and
BE IT FURTHER RESOLVED that at the August 13" City Council meeting, the Mayor shall
announce committee appointments, naming two co-chairs; and
BE IT FURTHER RESOLVED that the Committee will provide an interim report at the
October 15, 2012 meeting, and report out again at its regular meeting on December 3,2012. Ifany
charter change proposals are developed, they will be presented to the City Council at this December

meeting for a vote and if affirmed, placed on the March 5, 2013 ballot.

Amended: adopted; 07/16/12
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